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WELCOME

At the end of this workshop, attendees wiill:

* Achieve a better understanding of why organizations are
leaning into being race aware.

* Learn strategies & ideas for implementation (on both an
individual & institutional levels).
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What about other issues?
Gender equity, LGBTQ+,
disability rights, veteran

rights, etc. — aren’t they

important too?




In the first image, it is
assumed that everyone
will benefit from the same
supports. They are

being treated equally.

In the second image,
individuals are given
different supports to make
it possible for them to have
equal access to the game.
They are being treated
equitably.

In the third image, all three
can see the game without any
supports or accommodations
because the cause of the
inequity was addressed.

The systemic bammer

has been removed.
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\/ The “why” & the importance of asset-based

Issues are real about the
effects of historical racism and

implicit bias.

language

Recognizing the historical and
systemic foundation of racial

inequities

Taking steps to address how
systems maintain racial

inequities
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Businesses with a more diverse
workforce have more customers,
higher profits, greater market share,

less absenteeism and turnover.

Closing the racial earnings gap would
lead to$180 billion in corporate

profits, $290 billion in additional

federal tax revenues, and a po’reﬁfial
reduction in the federal deficit of \/
$350 billion.
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Black Girls Viewed as Less Innocent Than White Girls
Georgetown Law Research Finds
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—  BELLEVUE’S RACIAL DIVERSITY

The foreign born population comprised about \/

-
. 81 percent of Bellevue’s growth from 1990 to 2010.
e’ Percent Foreign Born - =
Northern America
Latin America 30,
10% 39%
World Region of Birth 339
Oceania A
1% 13%
Africa
3% Foreign-born
® Native-born
Europe

1990 2000 2010 2015
Foreign-born 11,554 26,908 40,380 54,505 |
Native-born 75,320 82,919 81,983 84,895 /
GROWTH OF FORE'GN-BORN Bellevue Native and Foreign born populations from 1990 to

2015 At
Source: U. S. Census Bureau, 1990 s, 2000 Ceqsus, 20)0 Census and 201Hm(riccn Community Sugyey

Sy

Source: U. S. Census Bureau, 2010-2014 American Community Survey
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Race / ethnicity of Bellevue’s Population
Race / ethnicity of Bellevue’s Population 65 years and over
Under 18 years 2010
2010
Hiqunic Other Hispanic Two or more
10.2% 1.6% 0.8%

Two or more : 0.4%__ ~°72
i 8.2% \ Black L

ther 1.1% Slan
Bl 12.7%

Bldck or

African
American Soureé: UQpénsus Bureau, 2010 Cepsus
2.5% N’ e\



Race and Ethnic Distribution Comparisons -
City of Bellevue Employees vs. Bellevue & King County Residents 18 years +

80%

46%

33%

17%
9%
6% 7%
C 3% 2% 2% 2% 10 0 2% 3% 4%
| — — B e -.
NonHispanic Black Asian Other Two or More  Hispanic or Latino Minority

White

B King County residents 18 and over M City of Bellevue employees M Bellevue residents 18 and over
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https://www.youtube.com/watch?v=2g88Ju6nkcg&feature=youtu.be

STRATEGY

WHEN OUR

ARE AT THEIR BEST, OUR

IS AT ITS BEST .°

SAP Concur




STRATEGY ~
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City of Bellevue

* Embed into mission, vision, values, and
workplace culture — this should be in

service of our collective mission

* Shared leadership, empowered

employees & ally-ship
* Innovation and falling forward
* Be data driven

* Understand equity in context




o[ ed burden to POCs (e.g. when hired, doing the work of diversity 1

ferently for white vs. POC staff. W
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« Organizational values and
commitment should strongly
align to diversity related
initiatives.

* Ensure that there are structures
in place that can track and
measure outcomes.

« How can you embed this in

operational strategies or
performance reviews?
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0 ACCOUNTABILITY

CITY OF BELLEVUE SAP CONCUR
* The role of leadership & middle * Social Accountability
managers

e D&l Fast Facts

* Workforce development & training

* Leadership Trust & E }
(and “the what” after training) eadership Trust & Engagemen

* HRBP Enablement

* Departmental workplans &

diversity score card
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GROUP WORK

* Finish trusted 10 advisors

* Personal worksheet: business case for supporting staff of color




L
<
<

__ADD IN DIVERSITY DIMENSIONS FOR EACH PERSON
: e i" /R isability

irst Name or Initia




3 LEVELS OF TRUST / RELATIONSHIPS

e Level 1 — “Hi ya”

* Level 2 — Familiar

g * Level 3 - TRUST




< LIKE ME BIAS




FOR A FAIR SELECTION
EVERYBODY HAS TO TAKE
THE SAME EXAM: PLEASE

CLIMBE THAT TREE

Beliefs drive behavior which drives resulis.

Charlotte Flanagan (Charlotte.Flanagan(@-concur.com)

Elaine Acacio (EAcacio@bellevuewa.gov)
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WORKS CONSULTED
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* ALTARUM INSTITUTE’S STUDY: The Business Case For Racial Equity

https: / /altarum.org /sites /default /files /uploaded-publication-
files/The%20Business%20Case%20for%20Racial%20Equity%20FINAL.pdf

~ * INCLUSION BEGINS WITH I: HTTPS://W W W.YOUTUBE.COM/WATCH2V=2G88JU6NKCG

bellevue diversity plan e

v.be levuewa. qov/UserFlIes/Servers/Server 4779004/F|Ie/Pann| 1%
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https://www.youtube.com/watch?v=2g88Ju6nkcg
https://www.bellevuewa.gov/UserFiles/Servers/Server_4779004/File/Planning and Community Development/Mike MH docs/Bellevue Diversity Advantage Plan 12-08-14.pdf

